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Challenge and Opportunity 


Northwestern Ontario has a responsibility to take the initiative in solving its own 
problems. The issue of getting and holding manpower in the region is one example 
where the community of Northwestern Ontario has responded to this challenge. 

In January 1975 a conference on Getting and Holding Manpower in North- 
western Ontario was held at Quetico Centre. Planned and organized at the local level, 
the conference was attended by about forty senior managers representing mainly 
the mining, forest products, and tourist industries in the region. This conference 
recommended that the planning committee “‘plan follow-up activities . . . so that the 
issues will be soundly pursued to effective solutions.” 1 


In the fall of 1975, the conference planning committee was reconstituted as the 
Committee on Getting and Holding Manpower in Northwestern Ontario. The 
new Committee included a representative from organized labour. All but one of the 
Committee members live and work in Northwestern Ontario. The Committee held 
regular meetings in October, November and December of 1975 and in January and 
February of 1976. 

The Committee’s work included: 


= Further investigation of the issues raised at the January 1975 conference. 
= Development of appropriate recommendations and responses to those issues. 


= Participation in framing the terms of reference of the Northwestern Ontario 
Manpower Adjustment Study. 

= A presentation to Ontario government officials responsible for the revision of the 
“Design for Development” strategy for Northwestern Ontario. 


= The preparation and publication of this report. 


Although the issues raised in this report have created difficulties in the past, the 
Committee does not see them as “problems.” The Committee’s view is that these 
issues represent major development opportunities since time and resources are 
available to change to sounder ways of doing things. 

The purpose of this report is to stimulate that change on the part of business, 
industry and all levels of government. Change will also require the creative input 
and the wholehearted support of the labour unions and the workers they represent. 

In addition, the Committee does not look to others outside of Northwestern 
Ontario for the resolution of these issues. While a good deal of outside help may be 
needed, it is critical that the changes be led and controlled by the people of the region. 

To the degree that the recommended changes are adopted and implemented, the 
Committee’s work and this report can be judged as successful. 


1 Report on the Conference on Getting and Holding Manpower in Northwestern Ontario, 
page 21. A copy of this Report can be obtained from Quetico Centre, P.O. Box 1000, Atikokan, 
Ontario, Canada. Price: $5. 3 





The Issues: 
Analysis and 
Recommendations 


The Quality of 
Communities 


There are advantages to living in the 
smaller communities of Northwestern 
Ontario rather than in the large urban 
centres. There are also important dis- 
advantages. The basic problem with 
many small remote communities is 


simply that they are not attractive places 


to live. Most suffer from inadequate 
quality and quantity of purchase and 
rental housing; municipal services 
(sewer, water, paved streets, etc.); 
dental, medical and hospital care; 
schools; radio and television reception; 


leisure time (recreational) facilities; road 


links between communities, and 

municipal planning (zoning, etc.). 
Thousands of new jobs are being 

created by the industrial expansion 


planned and underway in Northwestern 


Ontario. Inadequate communities make 
it very difficult and often impossible to 
attract new workers and their families 
from the labour pools of the large urban 
centres. The attractions of the large 
urban centres in comparison to the 
inadequate remote communities, have 
resulted in an out-migration of needed 
workers. 


There are a number of underlying 


causes of these problems: 


We have allowed government to avoid 
defining the criteria for a minimum 
acceptable standard of services and 
conditions in any community. 


In the absence of such criteria, busi- 
ness, community and government 
leaders have had no common 
objectives for achieving quality in a 
community. They have not learned 
how to make small communities work 
in terms of providing basic services. 


There is insufficient municipal funding 
and an insufficient tax base. 


Government policy for dealing with 
dormitory communities is non- 
existent. 


In 1971 the Honourable Darcy 
McKeough said: “... the fine details 
of planning and implementation can 
best be done by those directly in- 
volved and living in the region. Equally 
important in the implementation 
process is the manner in which those 
most affected by it, the people of 
Northwestern Ontario, can effectively 
participate. We believe it would be a 
mistake to impose a plan of this 


magnitude without availing the 
people of the opportunity to shape 
it.” ? This principle has not been fol- 
lowed in the region. There has been 
a distinct lack of regional input to 
government planning bodies. 


Lack of a regional approach to plan- 
ning and development has resulted in 
competitive requests for financial 
assistance by municipalities. 


There is insufficient involvement in 
the development of the community by 
its major industry (ies). 

The Provincial “Design for Develop- 
ment” and identification of growth/ 
no growth areas has been inflexible 
and unable to cope with unexpected 
changes which began to occur even 
before the document was released. 


Inappropriate restraints were placed 
on the development of community 
infrastructures by various government 
agencies as a result of “Design for 
Development.” 


A lack of accountability within the 
region of government ministries and 
agencies. 


Rapid industrial expansion. 


Lack of a concerted effort to develop/ 
train effective municipal staff and 
community leaders. 


1 “Design for Development.” A policy 
statement on the Northwestern Ontario region. 
Government of Ontario., August 1971, page 4. 


= Centralized and generally insensitive 
government agencies. 


If present and new industrial endeav- 
ours are to be successful in attracting 
manpower to their operations and creat- 
ing a stable and satisfied work force, the 
adjacent communities must be made 
desirable places for people to live, to 
raise families, and to work. A number of 
communities in the region do not 
currently meet these requirements. In 
summary: 


= Much of the high labour turnover in 
the region is related to the quality of 
the small communities. Reduction in 
this turnover rate would ease the 
overall manpower problem in the 
region. 

=# Many manpower shortages in the local 
service industries are creating serious 
difficulties for our small communities 
and are a direct result of inadequate 
housing facilities and services. 


= Improvement in and expansion of 
existing communities could alleviate 
the need to create instant towns which 
themselves could become future 
problems. 


= The development of quality communi- 
ties throughout the region is funda- 


mental to the orderly development of 
almost all other aspects of the region. 


= Stable communities with good leader- 
ship would facilitate the decentraliza- 
tion of government planning and 
administration. 


= Small communities offer many entre- 
preneurial opportunities for small to 
medium sized business and service 
enterprises. These opportunities are 
less available in larger cities. How- 
ever, there are also acute manpower 
shortages in these industries which 
mostly provide services. 


= The existence of communities near 
industrial work sites presents a unique 
opportunity for industries and all three 
levels of government to cooperate in 
the resolution of problems of mutual 
concern. 


RECOMMENDATIONS 


1 The Ontario government should take 


the lead in bringing together industry, ~ 


municipalities, government and other 
interested parties to define the 
criteria for basic services and facilities 
which must exist in Northwestern 
Ontario communities. 

2 A regional approach to planning and 
development, with mechanisms like 
the Northern Ontario Development 
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Corporation and the Municipal 
Advisory Committee, should be im- 
plemented to ensure sound input ona 
continuing basis from industry, 
government, labour, municipalities, 
and so on. 


Government, together with industry 
and municipalities, should examine 
alternative means to resolve some of 
the specific problems of small com- 
munities (e.g., long-term employment 
strategies for towns based on a 
dwindling resource). 


Municipalities should establish a co- 
operative regional approach to the 
development and training of effective 
municipal staff and community 
leaders. 


Government should provide specific 
financial inducements to companies to 
use their capital to build quality 
homes for employees. 


Immigration policy should encourage 
or direct professional and skilled 
people to locate in areas of labour 
shortage for a specific time or contract 
periods. 





The Quality of Management 
and the Design of Jobs 


A second major issue identified by the 
conference is the way in which organiza- 
tions use or abuse their people. Ineffec- 
tive management not only exists in the 
small businesses but might also even be 
worse in the large industrial corporations. 
Certainly, the extremely high turnover 
rates and widespread, lengthy strikes 
are solid indicators of both ineffective 
management and jobs which don’t seem 
to be meeting the needs of the workers. 
Management in the mining and forest 
products industries have traditionally 
focused on the technological side of the 
enterprise. They have reasonable exper- 
tise in the application of physical 
sciences, computers, new machinery, and 
so on. They have been far less successful 
in dealing with the human side of the 
enterprise. 


Surprisingly, there has been almost 
no energy nor effort expended by the 
large corporations of Northwestern 
Ontario (relative to that expended on the 
bricks, mortar and machinery) for 
management development, organization 
change efforts or manpower training. 
This is surprising because this area 
seems to offer the greatest potential for 
improving productivity and reducing 
turnover, absenteeism, and labour 
disputes. 

In addition, the question of the nature 
of the work and the design of jobs is 
important. Jobs that not many years ago 
were vigorously pursued are now rejected 
as not desirable. The jobs have not 
changed but the nature of the worker has 
— and management has failed to keep up. 

Many jobs in Northwestern Ontario 
are not designed to ensure sound motiva- 
tion of those who hold the jobs. Under- 
standing the need to match jobs to 
people’s interests and abilities is a key 
managerial attribute. In this respect 
Northwestern Ontario management has 
been slower to adapt than most regions. 
As aresult, many workers are frustrated 
and dissatisfied. High turnover and bitter 
labour disputes are the consequences. 

Ineffective management and poorly 
designed jobs lead to abuse of the man- 
power resource. Under these conditions, 
additional effort on training that man- 
power resource will return only minimal 
benefits. 


RECOMMENDATIONS 


1 The key leaders of business and 
industry in Northwestern Ontario 
should take initiative for improving 
the quality of management, the ways 
in which organizations make use of 
their manpower, and the design of the 
jobs in the region. 


2 A key component of government 
policy in the field of manpower devel- 
opment should be to encourage and 
assist in the upgrading of organiza- 
tional leadership and in improving the 
capacity to design jobs to help ensure 
better motivation and increased pro- 
ductivity from all employees. 


3 Business and industry should recog- 
nize that one main focus for change 
should be the organization as a whole, 
rather than the individual manager 
or worker: There should also be 
greater recognition that senior manage- 
ment must take the lead in implement- 
ing this collective learning process. 


4 Actual changes must be made in work 
environments so that carefully 
designed learning activities can be 
applied effectively in each individual 
organization. 





Training for Business 
and Industry 


In Northwestern Ontario, tradesmen are 
mainly acquired by “robbing” from 
other firms or industries in the 

region and by recruiting from outside. 
The traditional supply of mature un- 
skilled and semi-skilled people from the 
Prairies has been milked dry. Recruit- 
ment in other Canadian cities has not 
been very successful. Tradespeople are 
often unwilling to give up an urbanized 
way of life to which they have been 
accustomed. Recruitment in the United 
Kingdom was successful initially but 
here again many of the tradesmen have 
been accustomed to urban living. Sooner 
or later many relocate to a Canadian 
urban setting. 

Unskilled labour is drawn mainly from 
the vicinity in which a particular com- 
pany is located as students drop out or 
graduate from school. Such students are 
accustomed to the local way of life and 
have living accommodation which a 
worker coming in from outside does not 
have. The development and training of 
this unskilled labour supply can help 
Northwestern Ontario to meet its current 
and growth needs for manpower. When 
one considers that almost half of the 
unemployed in Canada are single people 
under 25, utilizing this source of man- 
power has special national significance. 

Development and training of the un- 
skilled is provided mainly through the 
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colleges of applied arts and technology 
and through secondary school industrial 
programs in both day and night (off-job) 
classes. In Northwestern Ontario this 


process is inadequate for several reasons: 


= There is only one college of applied 
arts and technology located in the 
region (in Thunder Bay, with minimal 
program capacity elsewhere, e.g., at 
Kenora). The area it serves is 160,000 
square miles, i.e., about the size of 
Newfoundland and Labrador, or of 
France! Skill training programs are 
generally not available throughout 
Northwestern Ontario, or are too 
distant to be accessible. 


a Secondary schools in the region have 
few facilities for teaching industrial 
skills. 


= In any event, the traditional teaching 
of job skills in a non-job setting such 
as a college or high school does not 
integrate theory and application. 


The established apprenticeship 
system generally works in Thunder Bay. 
The apprenticeship system creates the 
following problems for residents of the 
20 or so small communities: 


® long travelling distances to the cent- 
ralized trade training institute for 


periods of six to eight weeks (with 
commuting home generally out of the 
question); 

# loss of the apprentice to the company 
for such periods, and when skilled 
tradesmen are already in short supply; 


= loss of earnings to the individual and 
the company; 


® disruption of home life and social 
relationships. 


Canada Manpower is reluctant to 
invest money in Industry Training 
Programs (CMITP) for firms with high 
turnover in the job classes for which the 
training is requested. This reluctance 
should not apply in Northwestern 
Ontario because turnover here is gen- 
erally confined within the region and in 
particular within allied industrial 
activities. The two major industries — 
mining and forest products — have many 
activities in common, e.g., maintenance 
and operation of mobile equipment and 
of processing plants. 

Because of the chronic shortage of 
skilled people, lack of formal training 
and inappropriate utilization of the 
apprenticeship route for qualification, 
standards for job performance are gen- 
erally low in Northwestern Ontario. 
Reduced productivity and smaller profits 
have resulted. Provincial taxes and 
income taxes have also been adversely 
affected. (For example, one mining com- 
pany estimates that if it had effective 
training programs and other supporting 
measures necessary to achieve its 
budgeted production levels between 1970 


and 1974, it would have paid an addi- 
tional $1,600,000 in provincial taxes.) 
Many workers changing from one un- 
skilled job to another within the region 
could upgrade their skills if greater 
emphasis were placed on in-industry 
training. The training would be provided 
by industry as needed and when the 
worker is ready to learn. On-the-job (or 
in-industry or in-plant) training should 
be attractive to both taxpayers and 
government. The Committee is con- 
vinced that on-the-job training offers 
at least the following advantages over 
institutional training: 


® itis faster 


m it allows the trainee to be productive 
while training 


# it allows the trainee to earn a 
“regular” wage rather than Canada 
Manpower allowances 


= it provides conditions of “reality” for 
the trainee 


= it assures employment for the trainee 
after training 


= optimum conditions for trainee moti- 
vation 


=# low overheads 


= the employer can soundly assess the 
trainee before committing to long- 
term employment 


™ the trainee can become familiar with 
the employer’s needs and job condi- 
tions before committing to long-term 
employment. 


RECOMMENDATIONS 


Government, industry, business and 
training institutions should recognize 
that on-the-job training has a more useful 
role to perform in Northwestern Ontario 
than is presently recognized. The prin- 
ciple should also be recognized that the 
region as a whole would benefit from 

this revised approach to training. 
Accordingly, the Committee recom- 
mends that: 


1 Industry and business in Northwestern 
Ontario should assume responsibility 
for providing skill training presently 
provided mainly by specialized 
training institutions in urban areas. 


2 The Ontario and Federal govern- 
ments should make the appropriate 
policy and program changes to enable 
industry and business, where desired, 
to assume responsibility for the 
design and provision of such skill 
training. Ongoing financial support 
should be provided by these govern- 
ments for companies whose manage- 
ments and unions are prepared to 
establish formal, quality on-the-job 
training programs. 


3 Good quality in-plant training pro- 
grams and proper job performance 
standards should also include the 
following: 


(a) Certification should be provided 
after the individual is appropri- 
ately qualified or has successfully 
completed the required training. 


'(b) The quality of training for trades- 
men should be at least equal to 
that provided in the colleges of 
applied arts and technology for 
recognized trades. 


(c) The training should include a 
base of theory that helps make 
the knowledge and skill acquired 
by the individual portable from 
one industry to another. 


(d) Training should not be limited to 
basically manual skills, but, 
when necessary, should also in- 
clude areas that help prepare 
the learner for coping with life. 


(e) The training program should 
have provision for sound selec- 
tion of instructors and for them 
to learn effective teaching skills. 


(f) The program should also include 
provision to enable very small 
employers in the service indus- 
tries (e.g., service stations, 
appliance repair, television 
installation) to train limited 
numbers of required personnel. 
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Native Participation 
in Employment 


There are about 50,000 Native people 


living in Northwestern Ontario. (Native 


people include status and non-status 
Indians and Metis. ) They must be re- 
garded as a sizeable source of potential 
workers. There is a high level of unem- 
ployment among Native people in the 
region, and there appears to be a desire 
on their part to secure employment. 
Many communities of Native people in 
Northwestern Ontario are existing on 
welfare — an unhealthy situation. 

For various social, cultural and 
economic reasons Native people prefer 
to live in their own communities or on 
their reserves. There is increasing dis- 
satisfaction among Native people them- 


selves about their employment prospects 


in Ontario. The message from Indian 
leaders is clear: Native people want to 
preserve their traditional culture and to 
participate in the economic life of the 
province. 

The Committee feels strongly that 
Native people should be given the 
opportunity to be employed in an en- 


vironment and in a work system consist- 
ent with their values, or in a manner that 


allows them to change their values and 
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life-styles voluntarily to fit the new en- 
vironment and job system. Several 
companies in Northwestern Ontario 
have been employing Native people for 
many years, mainly in woodlands 
operations, sawmilling and mines, with 
apparent success. 


There are a few other approaches 
being tried to integrate Native people 
into industrial workforces. 


= A new mine is being developed near 
Pickle Lake. Native people are 
involved in the development of the 
workforce. 


= The Manitoba Government’s North- 
ern Manpower Corps is coordinating 
the work of seven federal and provin- 
cial agencies which provide services 
to Natives. 


# In British Columbia the Burns Lake 
Indian Project represents a partner- 
ship between the provincial govern- 
ment, the Indian and non-Indian 
communities within the Burns Lake 
area, and a major new industrial 
enterprise, the Babine Forest Pro- 
ducts sawmill. 


These approaches have not yet been 
evaluated. 

Many communities of Native people 
have been studied excessively, subjected 
to inadequate make-work schemes, and 
have received promises which did not 
materialize. A strained situation of dis- 
trust is often prevalent. More “studies” 
are not needed. 


RECOMMENDATIONS 


1 The Ontario and Federal govern- 


ments should enable and assist Native 
people to: (a) study their own em- 
ployment.problems; (b) evaluate other 
attempts to employ Natives such as 
the Pickle Lake Project and the B.C. 
and Manitoba approaches. 


The Ontario and Federal govern- 
ments should assist leaders from 
industry and business and the Native 
people to: (a) meet to discuss oppor- 
tunities for Native employment and 
the problems involved in successfully 
integrating Native people into em- 
ployment; (b) document the success- 
ful attempts to employ Native people, 
and (c) outline criteria to guide future 
employment programs for Native 
people. 











Immigration Policies to 
Attract and Retain Manpower 


“.. When it is a question of selecting 
immigrants who will enter the labour 
force, immigration policy should oper- 
ate in close harmony with all the other 
major areas of economic and social 
policy, and in particular with manpower 
policy.” ? 

Although immigration has been a tool 
used to build Canada, it continues to be 
immigration to Toronto, Montreal, 
Vancouver and other large urban centres. 
Critical shortages of skilled and pro- 
fessional workers exist to a relatively 
greater degree in rural and under- 
developed areas such as Northwestern 
Ontario. There is an urgent need to 
develop policies and programs which will 
place and keep immigrants in locations 
where there are such shortages. 

The present “points system” in immi- 
gration selection does not place enough 
emphasis on particular local manpower 
requirements. A system is required which 
encourages immigrants to settle where 
the relative need is greatest. In the 
“independent applicants” category of 


‘1 The Hon. Robert Andras, tabling the Green 
Paper on Immigration in the House of 
Commons, 1975. 
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immigration selection, more recognition 
should be given for job skills related to 
occupational demand, and less recogni- 
tion to formal education and training. 
Likewise, years of relevant practical 
experience should receive more recog- 
nition. 

In the Canadian immigration selec- 
tion process the present practice of 
having a special favoured category for 
nominated relatives gives too much 
weight to their being related to someone 
in Canada. This favoured category 
should eliminated. Instead, a nominal 
additional five to ten points should be 


permitted for independent applicants 


who have relatives in Canada. Accord- 
ingly, the relative preferably should be a 
bona fide resident of an area where 
there is a demand for the independent 
applicant’s skill or where his arranged 
employment is located. An additional 
10 to 15 points might be allocated for 
this factor. 

Canada’s interests are best’served if 
sponsored dependents are sponsored by 
close relatives already established in 
areas where their employment needs or 
prospects are highest. The experience 
of companies in Northwestern Ontario 
who have recruited abroad for skilled 
tradesmen provides confirmation of the 
successful use of the designated occu- 
pation criterion. 

The Committee supports the proposal 
known as “queue jumping,” i.e., giving 


priority to those immigrants who volun- 
teer to locate in areas where their skills 
are in demand. This should be an 
effective means to encourage and direct 
immigrants who have required skills for 
particular occupational shortages to 
settle in designated areas. | 
If governments at all levels, as well as 
industry and other agencies are com- 
mitted to individually and jointly making 
designated areas more attractive for 
immigrants and Canadians alike, a 
contract to live there for two or even 
five years would not be a penalty but 
an opportunity. The principles of such a 
proposed contractual relationship should 
be that it is entered into voluntarily; 
warrants acceptance of some form of 
commitment in return for immigration 
privileges; and is not used to force 


people into areas and conditions that are 


substantially substandard. 

It was noted that if the region were 
to be made a better place to live the 
only manpower problem of significance 
would be the inflow of masses of people 
from the cities to Northwestern Ontario. 


RECOMMENDATIONS 


1 The “points system” of immigrant 
selection should be altered to allot 
more points for persons willing to 
locate in a geographical area with 
high demand and need for their 
specific occupational skill. 


2 The Federal and Provincial govern- 
ments should review all their policies 
related to population growth and 
distribution in order to determine 
what other steps may usefully be taken 
to reverse the migratory flow toward 
large cities. 


3 Government policy should be di- 
rected more toward making the 
smaller cities and towns, especially in 
northern areas, better places to live 
and work generally. This would help 
stem the flow of native born Cana- 
dians, landed immigrants, and new 
immigrants to Toronto and other 
large cities. 


4 The opportunity of immigration 
“queue jumping” should be encour- 
aged for those immigrants who 
volunteer to locate in areas where their 
skills are in demand. 


5 A specific time limit (e.g., three 
years) should be applied to an immi- 
grant staying in his or her indicated 
intended location of settlement before 
citizenship acquisition processes 
could commence. 
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More attention should be given to the 
selection of independent applicants 
with relatives who are bona fide resi- 
dents of areas where there is high 
demand for the applicant’s skill (or 
where his/her arranged employment 
is located). 


More attention should be given to 
sponsored applicants whose sponsors 
are already established in areas where 
employment needs or prospects are 
highest. 


Additional points advantage should 
be given to sponsored or independent 
immigrants whose relatives live in 
areas of high occupational demand. 


More recognition should be given for 
job skills related to occupations with 
high levels of job vacancies. 


The present link between the two 
areas of manpower and immigration 
should be retained within one Federal 
department. The suggestion to create 
a separate department for each should 
be rejected. 


Both senior levels of government 
should set up regional advisory 
bodies to communicate with these 
governments on the problems relating 
to manpower and regional develop- 
ment, including immigration. 
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Recommendations 
for 
Action 


Recommendations for Action 


The Committee’s recommendations have Training for Business 


already been stated after discussion of 
each of the five major issues areas. In 
this concluding section they are re- 
ordered according to the agency(ies) 
which should deal with them, i.e., 
industry and business in Northwestern 
Ontario, government(s), or a combina- 
tion of each. 


Industry and Business in 
Northwestern Ontario 


Quality of Management 


1 The key leaders of business and 
industry in Northwestern Ontario 
should take the lead in improving the 
quality of management, the way in 
which organizations make use of their 
manpower, and the design of jobs in 
the region. 


2 Business and industry should recog- 
nize that the main focus for change 
should be at the level of the organiza- 
tion as a total entity, rather than 
individuals or groups of managers or 
workers, There should also be greater 
recognition that senior management 
must take the lead in implementing 
this collective learning process. 


3 Actual changes should be made in 
individual work environments so that 
carefully designed learning activities 
can be applied effectively in each indi- 
vidual organization. 
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and Industry 


4 Industry and business in North- 
western Ontario should assume re- 
sponsibility for providing skill 
training presently provided mainly by 
specialized training institutions in 
urban areas. 


5 Good quality in-plant training pro- 
grams and proper job performance 
standards should also include the 
following: 


a Certification should be provided 
after the individual is appropriately 
qualified or has successfully com- 
pleted the required training. 


b The quality of training for trades- 
men should be at least equal to that 
provided in the colleges of applied 
arts and technology for recognized 
trades. 


Q 


The training should include a base 
of theory that helps make the 
knowledge and skills acquired by 
the individual portable from one 
industry to another. 


d Training should not be limited to 
basically manual skills but, when 


necessary, should also include areas 


that help prepare the learner for 
coping with life. 


OQ 


The training program should have 
provision for sound selection of 
instructors and for them to learn 
effective teaching skills. 


f The program should also include 
provision to enable very small em- 
ployers in the service industries, 
e.g., service stations (garages), 
appliance repair and television 
installation, to train limited numbers 
or required personnel. 


Government of Ontario 


Quality of Communities 


1 The Ontario Government should take 
the lead in bringing together industry, 
municipalities, government and other 
interested parties to define the criteria 
for basic services and facilities in 
Northwestern Ontario communities. 


Quality of Management 


2 Akey component of government 
policy in the field of manpower de- 
velopment should be to encourage and 
assist in the upgrading of organiza- 
tional leadership, and in improving 
the capacity to design jobs to help 
ensure better motivation and increased 
productivity from all employees. 


Government of Canada 


Quality of Communities 


1 


Immigration policy should be used to 
encourage or direct professional and 
skilled people to locate in areas of 
labour shortage for specific times or 
contracted periods. 


Immigration Policy 


2 


The “points system” of immigration 
selection should be altered to allot 
more points for persons willing to 
locate in a geographic area with high 
demand and need for their specific 
occupational skill. 


The opportunity of immigrant “queue 
jumping” should be encouraged for 
those immigrants who volunteer to 
locate in areas where their skills are 
in demand. 

A special time limit (e.g., three years) 
should be applied to an immigrant 
staying in his or her indicated 
intended location of settlement before 
citizenship acquisition processes 
could commence. 


More attention should be given to the 
selection of independent applicants 
with relatives who are bona fide resi- 
dents of areas where there is high 
demand for the applicant’s skill (or 
where his/her arranged employment 


‘is located). 
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More attention should be given to 
sponsored applicants whose sponsors 
are already established in areas where 
employment needs or prospects are 
highest. 


Additional points advantage should 
be given to sponsored or independent 
immigrants whose relatives live in 
areas of high occupational demand. 


More recognition should be given for 
job skills related to occupations with 
high levels of job vacancies. 


The present link between the two 
areas of manpower and immigration 
should be retained within one Federal 
department. The suggestion to create 
a separate department for each 
should be rejected. 


Ontario and Federal Governments 


Quality of Communities 


1 


The Ontario and Federal govern- 
ments should provide specific financial 
inducements to companies to use 

their capital to build quality homes 

for employees. 


Training for Business 
and Industry 


2 The Ontario and Federal govern- 


ments should make the appropriate 
policy and program changes to enable 
industry and business, where desired, 
to assume responsibility for the design 
and provision of such skill training. 
Ongoing financial support should be 
provided by these governments for 
companies whose managements and 
unions are prepared to establish 
formal, on-the-job training programs. 


Native Participation 


3 The Ontario and Federal govern- 


ments should assist leaders from 
industry and business and the Native 
people to: (a) meet to discuss oppor- 
tunities for Native employment and 
the problems involved in successfully 
integrating Native people into em- 
ployment; (b) document the successful 
attempts to employ Native people; and 
(c) outline criteria to guide future 
employment programs for Native 
people. 

The Ontario and Federal govern- 
ments should enable and assist Native 
people to: (a) study their employment 
problems, and (b) evaluate other 
attempts to employ Natives such as 
the Pickle Lake Project, and the B.C. 
and Manitoba approaches. 
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Recommendations for Action 


Immigration Policy 


5 
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The Federal and Provincial govern- 
ments should review all their policies 
related to population growth and 
distribution in order to determine 
what other steps may usefully be 
taken to reverse the migratory flow 
toward large cities. 


Government policy should be directed 
more toward making the smaller cities 
and towns, especially in northern 
areas, better places to live and work 
generally. This would help stem the 
flow of native born Canadians, 

landed immigrants and new immi- 
grants to Toronto and other large 
cities. 

Senior levels of both governments 
should set up regional advisory bodies 
to communicate with these govern- 
ments on the problems relating to 
manpower and regional development, 
including immigration. 


Municipal Governments in 
Northwestern Ontario 


Quality of Communities 


1 


Municipalities should establish a co- 
operative regional approach to the 
development and training of effective 
municipal staff and community 
leaders. 


Industry, Business,. and * 
the Ontario Government 


1 


be 


A “regional” approach to planning 
and development, with mechanisms 
like the Northern’Ontario Develop- 
ment Corporation and the Municipal 
Advisory Committee, should be im- 
plemented to ensure sound input ona 
continuing basis from industry, gov- 
ernment, labour, municipalities, etc. 


Government, together with industry 
and municipalities, should examine 
alternative means to resolve some of 
the specific problems of small com- 
munities (e.g., long-term employment 
strategies for towns based on a 
dwindling resource). 


F 
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